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Setting the Course to Flagship Status

The ADC Strategic Plan: ADC Sets a New Course

by Cam Hunter, Public Information Officer

Thisspecial edition of theADC Postisoneof many
venues that will be used over the days and weeks
ahead to roll out the Department of Correction’s
updated missionandvision, new codeof conduct, and
strategic plan. On bulletin boards, our website, in
briefings and through e-mails, you will be seeing,
reading, hearing and doing more.

Creating a new direction for a department with a
public safety mission as large as ADC demanded
planning, research, and an open forum for line staff,
union leadership and management, as well as ADC
stakeholders-- like crimevictims groups and inmate
family and friends.

In 2003, Director Schriro launched the first of
many executive-planning sessions held around the
state, laying the groundwork for thefinal project you
seetoday. Thesegroupdiscussionswereall-inclusive
intermsof attendance and addressed abroad range of
issues: What key words would define our vision?
What inspires and challenges us? What do we want
to be for our customers?

Inbreakout groups, staff discussed thesequestions
and talked about things that mattered most to them
including, Beingthe best, Professional partner inthe

e
Dan Levey introduces himself and the plans to
incorporate victim services within ADC.

Director Dora Schriro speaks with ADC staff at
the Department’s initial strategic planning session
on reorganization.

criminal justicesystem, Drivenbyexcellence, Ethical,
Making a difference, Responsive, Safe, community-
conscious, victim-sensitive, civility, caring.

These issues and ideas were woven together in
breakout session discussions to develop our new
vision, missionstatement, codeof conduct and strategy.

The wide range of topics analyzed encompassed
employee satisfaction and department mission.

Examples of department mission issues included
how to document programmatic outcomes, reduce
the recidivism rate, advance the implementation of
our re-entry initiative, support measurable, long-term
aswell asimmediateshort-term publicsafety outcomes.
In short, how ADC is to improve public safety now
and later by reducing relapse, revocations and
recidivism.

Theimportance of staff permeated every strategic
planning workshop and embraced a vast range of
issuesimpacting employeesatisfaction reorganization
of staff positions, equality of COworkload assignments,
training, mentoring programs, shiftlength, promotional
opportunities, pay, and theadjustment of inequitiesin
pay. Inother words, ADC shall valueitswork force,

focusingonasecond set of 3Rs: recruitment, retention
andrecognition.

So plotting this course of change has taken time.
Implementing these changes will taketime aswell.

Along the way during this yearlong endeavor, the
Governor weighed in to challenge ADC further.
Shortly after the Lewis Prison hostage-taking and
Blue Ribbon Panel out brief, Governor Janet
Napolitano addressed staff as our featured speaker
duringan ADC planning session, embracingthetheme
of theworkshop topic, Professionalism. Sheissued
a challenge for the Department of Corrections to
become her “Flagship Agency,” setting the standard
for professionalismfor other stateagenciesin Arizona
and other department of corrections nationally.

Our mission/vision/code of conductisincluded as
aninsert. Display it proudly. Notethat it resembles
the framed version that was given to each ADC
division and prison complex during the August 19"
rollout. Andnotethat each of our threeDivisionslinks
itsmissiontotheaccomplishment of thefour strategic
issuesand goals.

Thisedition of the ADC Post strivesto capturefor
you, ADC your Arizona s flagship agency.

Wardens Ernest Trujillo and Charles Flanagan draft a list
of suggestionsfor the Department’ s new mission statement

Director’'s AdAress..........ccoueeeeeveneeienieennens
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Offender Operations; Srategic Issue 1.......8 - 9
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Program Services; Strategic Issue 2........... 10- 11
Support Services; Strategic Issue 3............
Directors Office and Strategic Issue 4 ........ 17-19
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Director Dora Schriro
]

The Director’s opening address at the
agency’s most recent strategic planning session

Good day, colleagues! This is a big day.

Today, wetalk about the ArizonaPlan, our planto
takeusto thetop of our game, and placeusfirstinour
class. Today, the Deputy and Division Directors and
General Counsel join me to summarize for you the
past year’'s efforts cumulating in your strategic plan,
afive-year course of action that speaks to the who-
what-where-when-how-and-why we strive for
excellencein all that we do.

One of specia features of the way in which this
department works now is that we work together asa
team, a growing team of leaders and subject matter
experts. I'd like to start by introducing important
representatives from the field that join usin leading
ADC:

- Labor groups - FOP, AFSCME, LPOA,
AZCOPS - (stand to be recognized)

- Line staff from all ADC work units
(stand to be recogni zed)

Alsojoining ustoday aresubject matter expertsand
concerned citizensfrom thecommunitieswestriveto
serve.

1’ smy pleasuretointroduceour newest participants
representing:

- Crimevictims - MarciaHarmon, MADD

L3 , g
Marcia Harmon of MADD addresses ADC staff on crime
victimissues.

The Arizona Plan

- Families and Friends - Caroline | saacs,
American Friends Service Committee
- Members of the religious community - Mitch
Vitkovich, Phoenix Catholic Dicocese, Rabbi
Y ossie Shemtov, Orthodox Jewish faith
- Members of the business community - John
Corella, Corellalndustries

Getting the “ Capital-J” JOB Done

I"d liketo talk with you about thejob - your job,
my job, our job - and when we work together how
much morelikely itisthat wewill get the* Capital-
J’ JOB done- together. Let megiveyou an example
so that you know exactly what | mean. You're
making around and notice that alock on agateis
broken. Y ou complete awork order and submit it
right away. The next day when you make your
rounds you see that the lock hasn’t been fixed but
you don’t submit another work order or take any
other steps to secure the gate because after al, you
aready didyour “job.” It' sbeen my experiencethat
you can’thavedoneyour “job” if the JOB - securing
thegatewith aworking lock - didn’t get done. Only
when you see atask through to its completion, does
the JOB get done. Corrections professionalsget the
JOB done.

What makes an organization great?

The last time that we came together to develop
our strategic plan, | talked a bit about the five
qualities or characteristics of agreat organization;
thatis, anorganization that getsthe" Capital-J' JOB
done. Here's a fast recap of that conversation:

Excellence in leadership

- Leaderswalk the talk - they lead by example

- Leaders have vision - with aclear voice
they talk about what they strive to see

- All of usin ADC are teachers and leaders

- All of usin ADC can be great teachers and
great leaders

Superb staff

- Super staff has high expectationsfor
themselves

- Super staff has high expectations for others

- We expect greatness of everyone, regardiess
of rank

- Weexpect greatness of everyone, regardl ess of
pay status - full time and part time staff and
correctional volunteers alikecan be superb

A safeenvironment in which making changecan
happen

- Correctional facilitiesare physically safe for
staff, the public and the offender population

- Correctiona facilitiesarealso psychologically
safefor staff to learn and offendersto prepare

Press (No, not the Cam Hunter kind of press!)

- Marshalling al of our time and talent to
accomplish the agency’ sfour strategic issues

TheTucson color guard member unveilsthe ADCflagwiththe
department’ snew credo - We Strivefor Excellence

- Spending all of our time on task, always
keeping our eyes on the prize

- Focusing our considerable efforts on
measurable and meaningful outcomes, not
outputs

Wisest use of scarce resources

- Weprovideprogramming basedonthefield’ sbest
practices

-We protect the public using thefield’ s next
practices

- We spend the state’s money asiif it's our
own

-Weuse al of our time at work getting the
JOB done

-Weuse al of the available space to
maximize outcomes

-We cultivate good will with everyonein
which we come in contact

- We maintain our reputation for
professionalism, for getting the JOB done

ADC: A Flagship Agency

Those of you who attended the department’ s last
planning session in May, remember that Governor
Napolitano joined us - and she challenged us. The
Governor envisioned ADC as this state’s flagship
agency and this country’s flagship correctional
system. She urged us to be nothing less.

TheUSSConstitution, otherwiseknown as“ Old Ironsides,”
wasthemost successful battleshipintheWar of 1812. Itisnow
ADC’ ssymbol for flagship status.
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Well,whatisaflagship?It’ stheshipthatleads. It's
the ship that carries the standard. It’s a ship when
faced with rough waters and high winds, rallies all
hands on deck to get whereit intended to go.

What doesaflagshipdo?Itstrives—asADCstrives
—towardsexcellence. Theflagship—theADCflagship
— gets the JOB done.

Anorganizationthat strivesfor excellenceisalso
an agency that gives considerable consideration to
who-what-where-when-howandwhyitisgreat. All of
you working together over the past six strategic
planning sessionshavedonejust that. Thisistheplan
that we devel oped together.

The ADC Strategic Plan

TheADC Strategic Planisour roadmap, our flight
plan, our courseof action towardsto flagship status.
The ADC Strategic Plantellsus:

- What we're going to do.

- Who will teach and who will lead.

- How we make change happen as a team of
corrections professionals.

- Where along the continuum of supervision
and services changes will occur.

- When in the course of an offender’ s sentence -
in prison, the transition between cell and
street, and community supervision changes
will occur.

- Why we' ve picked these 4 strategic issues
to tackle over the next 5 years.

A good leader appreciates and recognizes the value of
their staff.

The ADC Strategic Plan has four facets

Strategicl ssuelemphasizespublicsafety now. It's
about what we' regoingto doto makeour workplace
and state safe now.

- It features BRP (Blue Ribbon Panel) and
OFI (ADC-generated Opportunities for
Improvement) recommendations notably,
B2B (Back to Basics) innovations such as:

0 Peer Review Assessments annually of
each correctional complex

0 Core Competency testing of all
correctional personnel

- It combines prison operations and community

corrections into one comprehensive
continuum of control

- 1t's about where to safely assign offenders

along the continuum of care, custody and
control to achieve the most sustainable and
measurable change

0 The continuum of control from most to
least restrictive supervision
0 The continuum of services from most
to least need for intervention
- A new classification system and risk
assessment to adjust supervision and service
strategies commensurate with offenders’
risk and need over the course of their
sentence

Strategicl ssue2 solidifiesreformsalready underway
to protect the public later.

Inmates now entering Alhambra undergo a series of
new assessments for more accurate classification.

Parallel Universe, the department’s re-entry
initiative, speaksto how andwhy weoperateADC as
muchlikethereal world aswecan. Weoperateprisons
and parole asmuch likethe real world as possible so
that offenders prepare for releasein aplace asmuch
like the one to which they will be returning. Our re-
entry effortsencompassschool, work, treatment, and
victims-focused community service(what we're
doing¥% ) aswell aswho (you!) isinvolved whenand
where(atintake, inprison, and throughout community
supervision).

Strategic Issue 3 sustains a work environment in
which you thrive. Issue 3 guideshow we' regoing to
support one another as correctional professionalsto
accomplish thiswork together and it includes:

- Therevised ADC Professional Principles

- The new ADC Code of Conduct and

- The Schafer Plan, our comprehensive pay
plan proposal

Strategic Issue 4 speaks to the development of

victim-focusedandvictim-friendly servicesthat connect

usto the community and itscitizenswho count most
on us—crime victims and crime survivors.

- Victims Services are user friendly, current,
and confidential

- Restorative Justiceis victim-focused
community service performed by offenders
in prison and the community. It isameans
by which offenders express remorse and
make reparation to crime victims and
neighborhoodsimpacted by their criminal
conduct.

The ADC Reor ganization

The ADC reorganization was announced last
January. The department is consolidated into three
divisions now, realigning work and work groups to
improvecommunicationand col laborationwithinand
betweenthedivisions. Thenew Tableof Organization

Offender Oper ations managesthe
continuum of control from most to least
restrictive supervision of al offenders

Offender Operations:

_High risk low risk

Programs Ser vices provides acontinuum of
servicesfrom | east to most intensive
interventions to offenders at every point
along the continuum of control from aLevel
5 unit in aprison complex to community
supervision

Offender Operations

oHigh risk low risk o
Programs Services
_ Highneed Low need

Support Services provides the resources
necessary to manage the continuum of

control and programsincluding asexamples
Human Resources, Staff Training, Budget, and
Information Technology

Offender Operations

SHigh risk low risk o
Programs Services:
-High need low need.
Support Services
P

[
Operationsand Programs Services-
Provides necessary staff and support servicesto
Offender

captureseachdivision’ sjobbut thesethreelinesshow Asateam of correctional professionals, ADC setsitssightson
howweget theCapital-JOB donetogether department-wide. achieving flagship status.
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Warden Ernest Trujillo brainstorms with Offender
Operations Division Director Jeff Hood on ways to
achieveflagshipstatus.

Let's summarize. Thisiswhy we do what
we do.

It' sour belief that whenwe pull together as
ateam of correctional professionalsunder the
ADC ReorganizationandimplementtheADC
StrategicPlan, ADCwill achieveflagshipstatus:

- Our team focuses on public safety
now +

- Our team also focuses on public safety
later +

- We prize and empower ADC staff +

- We are attentive to crime victims and
survivors =

- ADC gets the JOB done: The public
is protected and taxpayers burden is
lessened because ex-offenders return
to their families and neighbors aslaw
abiding and tax paying citizens

Flagship Status

ADC is setting a standard to which others
strive towards and emulate:

- Arizona s other state agencies
- Other states' correctional agencies

Examplesof innovationsabout whichyou'll
hear moretoday areevident in each of thefive
aspectsof excellent organizationsabout which
| spoke earlier:

Leadership is evident agency-wide; as
examples:

- Subject matter experts lead the peer-
review assessments

- Specialist class statuswill be earned
by proficient, tenured staff

Staff has high expectations for
themselves and others

- Our workforce adheres to professional
principles

- Staff lives the code of conduct

- ADC employees gain standing on and
off thejob for contributions they
make such as generous SECC
donationsand significant, sustained
involvement in the armed forces.

The state's correctional system is safe and the
publicisprotectedthroughnew approachestoproblem
solvingincluding:

- B2B (Back to Basics) activities enhance
public safety
- The Peer Review Assessment process
utilizes ADC subject-matter expertsto
ensure complexes comply with core policies
and procedures
- Core competency testing ensures all staff is
proficient
- OJRT (On the Job Retraining) activities
enhance staff performance
- Wefind and fix root causes of problems at the
earliest opportunity
o Our office of constituent services
workson conditionsof confinement and
community supervision
o Our officeof labor relations collaborates
with labor organizationsand unaffiliated
staff to improve the workplace and
develop meaningful career pathsin
Corrections
o Our office of victims services
serves crime victims and survivors

Press, marshalling all of our time and talent to
protect the public, improves our performance. The
typical inmate is 33 years old at intake and serves
33 months, thusthereisn’t alot of timefor inmates
tolearnhowto beour better-than-beforeneighbors
when they're released

Carol Goxiola of Homicide Survivors holds up a photo of
her murdered daughter. Goxiolais helping ADC reach out
tocrimevictims.

- Parallel Universe meansimposing real world
expectations on inmates from the first
through the last day of the sentence.

- Every inmate, ever day must get their
bunsout of bed, get ajobandwork in
prison, go to school and earn aGED

in prison, get sober and stay sober
in prison.

- Press means using every minute of
every day in prison from the first
through thelast day of the sentence
getting ready to return to our
neighborhoods better than before.

- Press reduces relapse, revocations,
and recidivism.

- The ADC Corrections-at-a-Glance
provides benchmark informationand
publishes our progress towards
achievingeachof our 4 strategicissues.

Scarce resources are managed well.

- The ADC re-organization pairswork
groups and supports agency efforts

- The Efficiency Review (ER) review
process identifies savings that can be
redeployed to other ADC priorities

- The 5-year strategic plan identifies
our goals and defines how to measure
our successes

- Our efforts at outreach to the Victims
Community, offenders’ Constituents,
and Labor yield ADC advocates and
inform ADC decision making

The Arizona Plan: Implementing Parallel
Universe

A number of youhaveaskedwhenPardlel Universe
begins?It has! It began the very first timewelooked
at apolicy or aprogram and asked ourselves: How
would we modify inmates behavior and improve
public safety if we were to do our work in the
community and notintheDepartment of Corrections?

So, what isParallel Universe?Parallel Universeis
anapproachto problemsolving- preparingfelonsfor
re-entry by reducing relapse, revocation, and
recidivism - beginning day 1 of incarceration,
introducingthemin prisontoreal worldrequirements
and rewards to the extent possible so that inmates
acquire sooner than not basic social skill sets and
integrate the underlying valuesin their conduct.

The premise of Parallel Universe is based on the
field' sbest practices. Parallel Universeistheprocess
by which felons acquire literacy, employability and
sobriety skills and incorporate in their conduct the
underlying values associated with pro-social living
that sustain civil, productive conduct after release.

Parallel Universehastwo desired outcomes. First,
inmates become civil ex-offenders. To this end,
inmatesmakedecisionsand accept responsibility for
the decisions that they make at work and during
leisurehoursthroughout their sentenceto ADC. They
develop empathy for others through victim-focused
activities. Second, inmates become productive
members of the community behind the wall while
confined and remain productive in the street later.
Inmatesenroll inschool, work full timeinprison, and
participate in treatment during the work day. They
also participate in charitable activities, community
serviceand restorativejustice programs during non-
work hours.

Inmates working with Habitat for Humanity learn valuable skills while
giving back to the community.



‘ Setting the Course to

Flagship Sanding

Parallel Universe is rewarding. Offenders may earn
positivestatusandimprovetheir standing by engagingin
pro-socid activitiesand pursuing meaningful incentives.
Parallel Universe also improves staff safety. Rule
violations decrease, serious assaults diminish, and the
institutions are easier to mange and operate smoothly.

Why is ADC adopting this approach to public
safety?

Uponintake, theaverageinmateis33yearsold and expectstospend
approximately 33 months at ADC, which means correctional
professionalshaveverylittletimeto hel pinmatesbecomecivil and
productivecitizensuponrelease.

- The confined population isincreasing by
115 inmates/month
- 40+% of admissions are for technical
violations, not new crimes
- On average, inmates are 33 years old at
intake, and have but about 33 months to
serve confined
- Most inmates have failed in many ways:
0 The majority of inmates has dropped
out of school, was unemployed
or underemployed at the time of
arrest, and was using drugs or alcohol.
If we don’t require them to get
abasic education, and stay employed

and sober in prison, it’snot likely
they will do so on their own
when released.

0 The majority of inmates has
had prior arrests, periods of
supervision on probation and
many have been previously
incarcerated thus punishment alone
does not work.

o Felons tend to blame everyone
elsefor their incarceration. They
say that it's never their fault so
they're unlikely to assume
responsibility for their behavior.

0 “Good inmates’ make lousy
ex-offenders because that segment
of the population that follows
our instructionsin prison aso
usually listensto every goofball
with whom they hang out on the
street corner.

Parallel Universehasfour facets.

One, pre-release preparation reflectsreal-world
expectations:

- Intake includes the new classification
system and better needs assessment
- Inmates work full-time every day. What
they do during the work day is based on
thelength of their sentence, their risk to
others and need for services. The work
day includes:
0 Work-based education
= School - cumulating in the
award of the GED
m Vocational training for real
work in the real world
n Work
o Treatment

Ok, how does Parallel Universe work?
Here is a line representing an inmate's entire sentence to ADC.

First Day

Last Day

Eigh}ty-five percent of the line represents the portion of the sentence most
inmatesare confined inan ADC complex; theremaining 15 percent depictsthe
time usually spent on community supervision.

First Day

Last Day

Up to 85% confined

About 6 months prior to release to communitg quervision, specific discharge
Wi

Planni ng begins. For inmatesadmittedtoAD
his process beginsimmediately.
First Day

® -0—0

Up to 15% on
community supervision

h 6 or fewer monthsto serve,

Last Day

Up to 85% confined

‘ul n IH
Up to 15% on
community supervision

When inmates participatein ADC's Parallel Universe
reentry programs, they haveabetter chanceof reducing
relapse, revocationandrecidivism.

= Drug and acohol abuse programs
m Sex offender services
= Mental hedlth care
- Inmate use free time wisely
o Charitablegiving
0 Community service behind thewalls as
well asin the community
0 Restorativejustice behind thewalls and
in the community
o Religiousactivities
0 Recreationand Visitation

How istheir day scheduled? Asmuch likethereal
world asispossible.

Whoisinvolvedintheimplementation of Parallel
Universe? You — security, programs and support
staff alike are the change-agents.

Two, all re-entry activities are directed towards
inmates achieving sobriety, preventing relapse and
reducing recidivismthroughout the sentenceto ADC

- Institution-based effortsincreasingly will
feature therapeutic communities and
cognitiverestructuring programs (notably
cultural diversity education, anger
management training, sexual harassment
information, domestic violenceintervention)
+ more urine analysis

- Discharge planning - transition-specific
activitiesincluding apre-rel ease packet
(state ID, resume, home plan, Sex Offender
registration, etc.) + development of re-entry
(community) boards + assigning mentors

- Community-based activitieswill dsoinclude
more cognitiverestructuring + urine analysis
+ parole revocation reduction efforts +
mentors, coaches, and trackers

How will these activities beintroduced? We start
day one of incarceration, providing supervision and
services commensurate with risk and need in ways
as much like the real world asis possible.

Whoisinvolved in this phase of the
implementation of Parallel Universe? ADC staff in
the correctional, programs, and community
corrections series + community boards and
community volunteers (mentors, coaches, trackers)
make change happen.

Three, all offenders are expected to make more
decisions, solve more problems, and accept more
responsibility in keeping with their custody level.
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- Thekinds of decisionsweincreasingly
expect offenders to make include lifestyle
choices affecting their health, and time
and money management.

- The ways in which we expect offenders
to solve problems are non-violent and pro-
social; as examples our office of constituent
services, theinmate grievance procedure,
and programs such as anger management
and domestic violence reduction.

- As more inmates make more decisions
about how they live their life and solve
their problems, it is more difficult for them
to shift responsibility for their choices
onto others. An important way to
accelerate accepting responsibility isby
providing restorative justice activities
notably, Impact of Crime on Victims
panels, victims-focused community

service, and victim-offender dialog.

Finally, offenders’ positive conduct also counts.

- Meaningful incentives motivate offenders
to make good decisions, and problem solve
peacefully.

- Meaningful incentivesimpart underlying
socia values and mores; for example,
inmates with GED certificates may receive
hiring preferences for premium pay jobs
because in the rea world, workers'
credentials are important.

- Inmates improve the conditions of their
confinement when they earn a GED, work,
and stay sober. They may earn more money,
get food visits, and receive recognition for
their contributions.

So now you have it! The department’s Strategic
Plan - the Arizona Plan - represents the field's best
practices and many of them are home-grown here at
ADC. The Arizona Plan improves public safety and
moves ADC to flagship status.

Clearly, thereareplenty of blanksthat still needto
befilledinover thenext fiveyearsandwithyour help,
thiswill happen, too.

Inamoment, we'll break into severa groupsand
participate in four sessions. Throughout today’s
assembly, in each of thefour breakout sessions, | ask
each of you to do thefollowing:

- Beimpeccable with your word. Speak with
integrity, say only what you mean.
- Don't take anything personally.
- Don’'t make assumptions. Ask questions,
make suggestions, offer solutions.
- Always do your best.

| look forward to seeing you again at theend of the
day.

Closing Ceremony

Professionalismisnotastand-aloneplaguehanging
in an agency’s atrium. Professionalism is status to
which good people strive. You are good people.
Excellenceisan ever-moving goal and asthefield's
practices improve, SO must we.
Achievingflagship standingdoesnot comeeasily, nor
shouldit.

Professional organizations are also wise
organizations.

They findandkeep and celebrateexcellenceinthe
workforce. They recruit, retainandrecognizediversity,
ingenuity, and tenacity to get the Job done.
They look for - and - fight for correctional
professionalsjust like you.

ADC needs you.

Come forward and join me at the podium when |
call your unit’s name.

Asyou step up, be clear that you agreeto receive
thisagency’ sstandardsfor excellence and to discuss
its true meaning to everyone with whom you work
and others with whom you have contact in the
community so that they know what | know - ADC
has great heart and great people.

ADC can be a flagship agency.

Each of the 3 division directorswerethen called to
the stage, as were the deputy director and
representatives from every prison complex and the
community corrections bureau to receivethe ADC
framed professional principlesand codeof conducts.

The honor guard retired the colors including the
new ADC flag.

Director Schrirolookson asthe Tucson Color Guard preparestoretirethe colors. Although, this marked the end of the day, it marked the beginning of the agency’ snew era.
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Agency Strategic Issues and Goals

STRATEGIC ISSUE 1:
Improving public safety now through facility

and field operations by employing
Corrections' best practices.

GOAL 1: Ensureagency personnel areknowledgeableand proficient
inthe Department’ scorecompetenciesand adhere, without exception,
toall corecorrectional policiesand procedures.

GOAL 2: Create an environment in a secure setting that promotes
opportunitiesfor offendersto practice civil and productive behavior
whileunder the state’ ssupervision.

GOAL 3: Provideacontinuum of sanctions, supervision strategies,

and program services that facilitates released offenders to become
self-sustainingandlaw abidingcitizens.

STRATEGIC ISSUE 2:

Improving public safety later by
reducing offender’ srelapse, revocation and recidivism

The ADC Strategic Plan’s 4 Facets

ExcerptsfromDirector Schriro’ sAugust 19 agency reorganization rollout.

STRATEGIC ISSUE 1:
Emphasizes public safety now. It'sabout what we're going to do today to

make our workplace and state safe now.

Earlier this year, we began with a Blue Ribbon Panel (BRP), the ADC-
generated Opportunitiesfor | mprovement (OFI), and Back to Basics (B2B)
innovations, whichinclude:
Peer Review Assessments annually of each correctional complex.
Core Competency testing of all correctional personnel.

This strategy combines prison operations and community correctionsinto one
comprehensivecontinuum of control. Wetakeintoaccountwheretosafely assign
offendersto achieve the most sustainable and measurable change.
- By establishing acontinuum of contr ol fromthemost to least restrictive
supervision.
- By establishing a continuum of services from the most to |east needed
forintervention.
- By establishing classification and risk assessment to adjust supervision
and service strategies commensurate with offenders' risk and need over
the course of their sentence.

STRATEGIC ISSUE 2:
Solidifiesreformsalready underway
to protect the public later.

GOAL 4: Prepare offenders throughout their sentence to ADC to
successfully reenter soci ety and remain crimefreeand self-sustaining

GOAL 5: Release inmates and discharge parolees as civil and
productiveex-offenders

STRATEGIC ISSUE 3:
Recruitment, Retention and Recognition of ADC staff.

GOAL 6: Attract, hireand retain aqualified, professional and
diverseworkforce, and recognizetheir contributionstothe
achievement of the Department’ smission, goalsand objectives

GOAL 7: Provide state-of-art pre-service, and pre-promotional
training to prepare our work force to assume and preform their
dutieswith excellence.

STRATEGIC ISSUE 4:
Providing victim-focused and victim

friendly servicesto crime victims and survivors.

Par allel Univer sespeaksto how and why we operate ADC asmuch likethereal
worldaswecan. Toprepareoffendersfor releaseinan environmentasmuchlike
the community to which they will bereturning. It encompassesthe elements of
reentry preparation, what we' re doing (school, work, treatment, and victims-
focused community services), aswell aswho isinvolved (you!), and when and
whereinour reentry initiative(atintake, in prison, or during community supervision)

STRATEGIC ISSUE 3
Sustains a work environment in which you thrive. Issue three guides how we're

going to support one another to accomplish this work together and includes:

- Therevised ADC Professional Principles
- Thenew ADC Code of Conduct and
- TheSchafer Plan, our comprehensive pay plan proposal

STRATEGIC ISSUE 4:
Speaksto the devel opment of victim-focused and
victim-friendly servicesthat connect usto thecommunity andits

GOAL 8: Expand victims access to the Department, provide
meaningful contact for victims with offenders, and offer credible
support servicestovictimsandtheir families.

GOAL 9: Provide opportunities for offenders to be involved in
victims' focused activitiesthat will help them better understand the
impact of their criminal conduct on crime victims and to make
amendsfor their unlawful behavior.

citizenswho count on us most —crimevictimsand crime survivors.

- Victims Services are user friendly, current and confidential. We
do this, for example, when we are timely and accurate about
notifyingvictimsandtheir families.

- Restorative Justiceisvictim-focused community serviceis
performed by offendersin prison and the community to express
remorse and make reparation to crime victimsand neighborhoods
impacted by criminal conduct.
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Offender Operations: Improving Public Safety Now

Offender OperationsDivision Director Jeff Hood

Strategic I ssue 1: Improving public safety now through
facility and field operations by employing corrections

best practices.

Goal 1: Ensureall agency personnel areproficient in the
department’s core correctional policies and procedures.
Create an environment in a secur e setting that

promotes opportunities for offendersto practice civil and
productive behavior whileunder the state's supervision.
Provide a continuum of sanctions, supervision strategies,

Goal 2:

Goal 3:
and program

ACorrectional Officer demonstratesthe proper pat
searchtechnique.

First, let’ sget abetter understanding of thecritical
role of core competencies. Core competencies are
those practices, tasks, behaviors and applications
that arefundamental tothesuccessful administration
of any prison system.

To succeed, corrections professionalsneed to be
accountabl etothemselvesandto others, continuing
toimproveuponther skills,inkeepingwiththefield's
best practices. The hostage crisis last year
underscored the need for everyone in ADC to
examine their core competency skill level. The
results have been reveding. While many staff
membersare proficient, scoring at least 70 on their

A Correctional Officer demonstrates a core competency skill as he
double checks inventory on a tool shadowboard.

Offender Operations: BennieRollins, Jeff Hood, Nancy Hughes, David Cluff, SamSubl ettand
John Gay with Director Dora Schriro.

skill levels, many othersare not proficient, scoring
below 70.

Whilewe haveworked hard in the past, we must
work evenharder now. Wemust bediligent, following
through on the completion of every task. The
Director spoke earlier about getting the capital J
JOB done. We aso affectionately refer to this
phenomenonas“TheBigJ' (vs.“TheLittleJ'). The
“Little J’ representsthe way some of usused to do
the job, some of thetime. In contrast, the “Big J’
concept requires all of us accept responsibility for
our work, whichiscritical to our success.

One example of work presently underway and
contributingtoaccomplishing StrategiclssueOneis
our compl etion of 69 recommendationsgenerated by
the Governor's Blue Ribbon Panel Report. ADC
went even further and matched its efforts with our
own Opportunitiesfor Improvement or OFIswhich
contribute to our “Back to Basics” approach. The
best practicesbulletinsareoneway inwhichwenow
takethebest applicationsrecognized by correctional
professional sasour most effectiveway todothejob.
Y ounow haveeasy accesstothisinformationonthe
ADC agency intranet site.

Another Blue Ribbon Panel recommendation
includesimprovementstoour central yard towersat
Lewis and Yuma-Dakota. As aresult, ADC has
already improvedtheentry & exit processassociated
with the towers. We have also standardized the
munitionsonall of our towersby custody level. And,
wehavemadestructura improvementsinthetowers
that significantly enhancethesafety of theemployees
who are assigned to those tower posts.

Two other initiatives that represent work on
Goal 1include:

* The Warden's Office Roster Management
(WORM) process
» Thenew Peer Audit and Assessment process

Theroster processdemandsempl oyeesoperate
security postswithout compromisetothesafety of
thoseworkingandmaintainorder at al times. The
peer audit and assessment, we believe, will set a
national standardinBest Practices. Italowsboth
the inspectors and the inspected to share peer
information, discover and define Best Practices,

When working withinmatesin the community, it’s essential
Correctional Officers followbest practicesto ensurethe
safety of citizens, staff andinmates.

as well as help to ensure both the integrity and
accuracy of the process. All of these
recommendations require communication,
coordination, and cooperationbetweendivisions.

Goal 2 goesfurther by asking the question, why
isthis necessary?

The answer is our responsibility to the law-
abiding citizenry and the return of sober, civil and
responsi bleoffendersto our communities.

To do so, we must promote civil, productive
behavior among our inmates if we expect them to
behaveresponsibly after release. Whilein prison,
civil behavior permitstheinmatetobecomeinvolved
inrestorativejusticeefforts, attainaminimum|evel

Captain Ron Lee reviews documents with a K-9 Correctional
Officer. Peer Review Assessments will allow two-way inspections
to ensure best practices in our field.
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of education to enhance employment opportunities
post-release. It aso encourages the inmate to
contributeto apeer culturethat encouragescivility.

Core competencies are those
practices, tasks, behaviors and
applications that are fundamental
to the successful administration of
anyprison system.

Aninmateresponsibly occupied with education,
work, treatment or spiritua programsisof littlethreat
to our perimeter or the safety of our employees.
However, Offender Operations cannot achievethis
promise aone. If ADCisto achievethis Strategic
Issue, it requires the cooperation, communication
and coordination of all three ADC Divisions. More
than 96% of all inmates presently incarcerated will
bereleased. ADC rel eases an average of about 250
offenders each week. The average length of an
offender’s stay in ADC is 33 months. These two
factsshould compel usascorrectionsprofessionals
tomaximizetheproductiveuseof anoffender’ stime
whileincarcerated. Tothat end, welook to new risk
assessment instruments matching the knowledge,
skills, abilitiesand security considerationsof inmates
to suitable job assignments, both in the prison and
whileoncommunity supervision.

We must also consider our responsibility to
maximizeavailablespaceand opportunitiesforinmates

toachievecivility andresponsibility. Theincreased
useof available seatsin education and treatment
programsare good examplesof effortscurrently
underway that will help. Our present bed
management efforts and the soon to be opened
Level One facilities are two more examples of
howwecanhd pinmatestobecivil andresponsible.

Under a new agency organizational chart,
Community Corrections is now a part of the
Offender OperationsDivision, now responsible
for the care and custody of offenders from the
time of admission to sentence expiration. This
new structure requires better communication,
coordination and cooperation with one another.
Now that Community Corrections is part of
Offender OperationsDivision,itunitesprisonand
community correctionsemployees. Thispromotes
employeeownershipintheprocessof returningcivil,
responsible and law-abiding inmates to our
communities.

Two avenuesthat contributetoattaining thisgoal
include:

¢ Theneedtoinstitute as many short-term
improvementsin ADC’ scommunity
risk assessment instrument.

e Theimprovingandexpandingof the
continuum of sanctions/servicesfor
Community Corrections, which
would reduce arrestsand technical
violations.

Heretoo, itiscritical that wehavecross-divisional
communication, cooperation and coordination to
succeed. Examples supporting this philosophy are
illustrated through the work of Dr. Darryl Fisher

TheTeaching Offender toLive(TOTL) and 1291 Transition Program
have helped ADC save bed days by reducing revocations.

whichimplementsanew community risk assessment
instrument andwork withinformation Technology to
improve the GPS tracking program used in some
cases of offender supervision. The Teaching
OffendertoLive(TOTL) program hasal soprovided
offenders an opportunity to return to community
supervisionrather than prisoninthecaseof technical
violation difficulties. Another exampleisthe1291
Transition Program which allows non-violent drug
offenderstobereleased from prison 90daysearly in
order toget ajump-start on participatingin programs
designed to assist an offender’ stransition back into
the community. This program, aone, has saved
more than 7,000 bed days. None of the progress
madeto datein Community Correctionscould have
beenpossiblewithout thecooperation, communication,
and coordination between the various Divisions at
the Director’ s office.
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Program Services: Public Safety Later

Program Services Division Director Steve Ickes

Goal 4:

Goal 5:

Program Services: Dr. Dennis Kendall, Mike Linderman, Pam MCCauley, Ellen Kirschbaum,
Audrey Burke, Programs Director Steven Ickes, Bill Branson and Johannes Hedrich with

Director Dora Schriro

TheProgramDivisionof theArizonaDepartment
of Corrections has embarked on abold effort to:

1) Regainthegeniusthatwasoncethehalmark
of thisstate’ snational reputation

2) Merge those traditions with the latest
correctiona systemsand methodsthat soundsocial
sciencetellsus changes people’ slives.

Throughthepractical assumptionsembeddedin
theconcept, Parallel Universe, the ADC strivesto
haveoffenderspracticeontheinsdethethinkingand
behavior that work ontheoutside, not thosecriminal

ADC strives to have offenders practice on the inside the thinking and behavior that work
on the outside. This inmate is using her creative skills to contribute to the State Employees
Charitable Campaign.

behaviorsthat only work ontheinside. Thus;itisour
missiontoreturntothestreetsof Arizonacivil and
productivecitizenswhocanthink andliveresponsible
andsocially accountablelives.
Overthenextfiveyears, throughaseriesof rapid,
little baby-stepswewill put in place a systematic
approach that stair-stepsoffendersthrough a“full
programming” regiment. Itwill directand confront
what is driving their high risk crimina behavior.
Again, wehavean averageof 33 monthswith most
offenders who have spent an average of 33 years
developing this
aimind lifesyle
This smarter
system of
Corrections
startsattheFront
Door where
throughasimple,
and in time,
automated
offender planwe
isolate  the
thinking and
behavior that is
driving their
caimindlifegyle
and target it for
change. To
highlightthisnew
system we will
fast-track
through Intake
and Assessment
thosewhowill be
with us six
months or less
and direct the
balance of their
time confined

Strategic Issue 2: Improving public safety later by
reducing relapse, revocation and recidivism

Prepare offender sthroughout their sentence
to ADC to successfully reenter society and
remain crime free and self-sustaining.
Release inmates and dischar ge par olees as
civil and productive ex-offenders.

Parallel Universe
In Progress

Toreturn civil and productive citizensto the
communities of Arizona, ADC strives to have
offenders practice on the inside the thinking

and behavior that work on the outside.

ki
Offenders engaged in meaningful
classroom activities.

Female inmates from ASPC-Perryville work
on a home for a Habitat for Humanity
sponsored family.
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Program Services
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towardfull programming. Targetingcriminal life-
styles(for change) throughabusiness-likeapproach
requiresthat a series of simple but highly focused
programsbein placefor instance, thework-based
education program prepares offenders to be fully
productiveemployeesbeforethey arereleased. In
addition a sound, accurate and automated
Classificationand Time Comp Systemiscoretoa
successful security and programming system to
ensureinmatesarerel eased at theappropriatetime,
not aday to soon or aday toolate. A validated and
strategically useful Classification System places
offendersat the correct security level, reducesthe
need for unnecessary movement and supportsfull
and consistent programming.

Good physical and mental healthistheplatform
fromwhichthecriminal life-style” changeprocess’
is launched. A focus on prevention, offender
education, early and aggressiveinterventiontostop
or retard disease progression, thoughtful (stage
appropriate) medical interventionsfor Hepatitis-C
andHIV, productive patient/staff rel ationshipsand
careful and well thought out cost containment and
servicedelivery management arethekeystosuccess
inthisimportant publichealtharena.

Each offender intimewill adhereto aplanthat
targetstheir specificcriminal risk factorsfor change.
Solid criminal justice social science affirmsthese
facts should beincluded in the re-entry effort in
prisonand continuedinthecommunity:

Social Science showsinmateswho acquirebasic education andjob skillsaremorelikely to experiencea productivelifeinside
and outsideof prison.

Inmates working in the ACI sign shop hone their skills for
future manufacturing work.

Acquireabasiceducation.
Developjobfindingandkeeping skills.
Confront and address patterns of
substance abuse.
CompleteaCognitiveRestructuring
Programtofix faulty thinking.
Throughmedicationand/or trestment
resolveMental Healthand Sex Offender
issues.

Offenderswholearntowork, remain
alcohol and drug free, keep civil and
productive associates, and create anon-
criminal life-style, becomeresponsible
andaccountablecitizens.

Theability to support oneself, one's
family and one’ scommunity makes
Arizonastronger and eradicates
offendersasasocia and economic
lighility.

The smart new story is for ADC to give our
citizens the longest, lasting safety possible by
runningour prisonsaswel | aspossibleandreducing
recidivism.
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Support Services: Supplies Necessary Resources

Support Services Division Director Mike Smarik

Support Services: Denel Pickering, David Crickette, Helen Gouvert, Pam Tenney, Greg Lauchner, John
Hallahan and Division Director Mike Smarik with Director Dora Schriro.

Recruitment, Retention and Recognition—How
dotheseissuesfitintothe Strategic Plan? How do
theyrelatetoour Visionand Mission? What isthe
Support Services Division? Who representsthis
Division and how does it support the agency’s
vision and mission? Finally, what isthe Support
Services Division doing to facilitate the
accomplishment of the agency’s mission and it
goals?

The ADC vision states that we strengthen
public safety in our communities through
excellencein Corrections. Additionally, theADC
mission states, in part, that ADC recruits and
recognizesawell-trained, professional workforce
to serve and protect our communities. Taken in
this context, it is not difficult to see how this
strategicissueisimportanttotheoverall strategic
plan —the words comeright out of the vision and
mission statements.

We have al heard managers say, “Our staff is
our most important resource.” And, weall know
that it istrue. That is why this Strategic Issueis
part of the ADC Strategic Plan. The first two
strategic issues tie into our statutorily mandated
dutiesof protecting thepublic now andlater. But,
we cannot accomplish those goals without a
professional, motivated and well-trained staff.

ADC iscommitted torecruiting, retainingandrecognizing dedicated professional swho demonstrate
excellenceboth onand off the JOB.

Inorder toexcel in Correctionsand
to serveand protect our communities,
we need to:

. Recruitqualifiedand

dedicated employees
Retain them by giving
them competitive
compensationand
provides them with the
best training available

. Recognizetheir

excellent contributions.

TheAgency hasidentified numerous
strategies that will help us to attain
these goals. Through diligence and
hard work, ADC can achieve success,
build a strong team and develop our
community of leaders.

Support Servicesiscomprised of six
bureaus: Training & Development,
Administrative Services, Human
Services, the Inspector General’s
Office, Planning, Budgeting and Research and
Information Technology.

Each individual within the Support Services
Division has a job to do to help the Department
achieve its goals and objectives. What this means
isthat weeachhave
an important part
(little “j”) which
performed with
excellence meets
the mission and
goalsof theAgency
(Big“J’). Aspart
of the re-
organization, some
agency functions
were moved from
oneunit to another
to consolidate
similar functions
andtakeadvantage
of the efficiencies
of combined
resources. Key

Goal 7:

Strategic I ssue 3: Recruitment, retention, and
recognition of ADC staff

Goal 6: Attract, hireand retain a qualified,
professional and diver se workforce,
and recognize their contributionsto
the achievements of the Department’s
mission, goalsand objectives.
Provide state-of-art pre-service, in-
service and pre-promotional

training to prepare our workforce

to assume and perform their duties
with excellence.

é

COTA Commander John Hallahan shares best practices to help his
colleagues train to be better leaders in the prison industry.

organizational structure changes that have taken
place include elevating the Training Bureau from
the Human Services unit and combined the pre-
service and in-service components under one
manager. In addition, we combined the policy
devel opment unit withthecomplianceor inspections
group and placed them with theadministrativeand
criminal investigationssectionsunder thelnspector
General. We also moved the Research unit from
Human Services and placed it in our Planning,
Budget and Research Bureau. IntheHuman Services
Bureau wehave combined the Employee Relations,
EmployeeAssistance (CISD) and the Occupational
Health Unit in an Employee Assistance Group.

Aspart of the Support ServicesDivision Strategic
Issues there are three goals. They are:

. Recruitment, Retention and Recognition
State-of-the-art pre-service, in-serviceand
career development to prepare the ADC
workforce to assume and perform their
dutieswithexcellence
An environment that affects and sustains
cultural change and improvement.
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A*“ grayshirt” supervisesaninmateinstalling asprinkler at COTA. Theagency
will be reviewing physical plant and maintenance classifications.

The following is an overview of some of the
things we are doing to get thejob done.

Goal 6: Attract, hire and retain a qualified,
professional and diverse workforce, and
recognizetheir contributionstotheachievement
of the Department’s mission, goals and
objectives.

In order to reach thisgoal, the Human Services
Bureau has been tasked to review pay plans and
compensation structures, hiring standards, the
promotion process and awards and recognition.

Pay Plans and Compensation Structures —
The Agency is currently reviewing the three job
classifications that represent over 80% of the
ADC workforce:

Security, Programs and Parole Staff — The
Agency has drafted a pay plan which has been
reviewed by the Governor’s Office and will be
submitted as part of our September budget
package. This plan is designed to place these
classifications at market; adjusts the ranges for
continuity; allows for an increase annually up to
themaximum of therangeand includesthe* master

class’” concept which will be
discussedfurtherinthisarticle.

Medical Series—We have
prioritized all of the
classifications in the medical
seriestodeterminethepriorities
inwhich salary actionswill be
addressed.  Administrative
adjustments have been
authorizedfor thecurrent nurse
classifications within the
Department, withinaproposed
matrix, based on experience.
Current nurses have been
adjusted into this matrix and
new nurses will be hired into
this matrix; however, thisisa
onetimefix andweareworking
with ADOA toget anautomatic
pay increase structure and
permanent salary matrix in place for nurses. In
addition, weareworking with Health Servicesona
career progression program to “grow our own
nurses’ through a formal program. We will be
reviewing additional critical classificationswithin
the medical series and will develop a plan
recommendation for the Director’ sreview.

Gray Shirts—Theagency iscurrently gathering
datafor review of physical plant and maintenance
classifications. That dataisintheearly stagesand
areport will bepresentedtotheDirector by theend
of the year.

Director Schriro will continueto push for regular
pay raisesfor al employees. Inaddition, ADCis
reviewingall of thefollowing classificationsinthe
Department:

Hiringstandards—ADCiscurrently reviewing
our hiring practices, including background checks,
physical fitness standards, the medical and
psychological evaluations and COTA graduation
standards. Improvementsin these areas will help
ADC identify qualified and dedicated individuals
as new Agency recruits.

Promotional Process—A Promotional Process
Teamrecently completed itsreview and suggested

)

Deputy Director Gary Phelps recognizes COIl Allen
Blume for his service overseasin Irag.

revamping the Central Promotional Register (CPR)
process. It entailstracking the entirerecord of the
promotional candidate, including work performance
assessments, attendance and achievements, in
additionto personal interview and knowledgetesting.
Awar dsand Recognition—Weplantoimprove
our current recognition program to ensure we are
recognizing the things we value such as:
e  Achievement of strategic goalsand
objectives
. Professionalism
e Attendance
. Tenure
. Exemplary performance
e Commitment to excellence
. Establishing a“Master Class” where
employeeswho reach the maximum salary
of their pay grade would be eligible for a
Specia Performance Award based on
specific criteria. This concept has not
been approved and is still in the
development process.

Goal 7: Thedivision provide state-of-art pre-
service, in-service and career development to
prepare the ADC workforce to assume and
perform their dutieswith excellence.

The Staff Development & Training Bureauisthe
catalyst for personal, professional and Departmental
development, empoweringthe Agency anditspeople
to exceed traditional boundaries.
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Back-to-Basics(B2B) — The Staff Development
and Training Bureau istaking a B2B approach to
curriculum devel opment, lesson plan presentation
andidentification of trainingneeds. Thefirst effort
istoidentify and test core competencies required
for staff to be proficient in their assignments.
Initially, 16 corecompetencies, all security related
wereselected. Itspurposeisto ensurethat security
staff retains the basic training and skillsin Core
Security Competenciesand Practices. TheTraining
Bureau developed a written test and practical
application checklist totest the current knowledge
and skillsof existing Correctionsstaff. Thetraining
staff identified security core competencies and
practices with the assistance of supervisors from
various complexes, then selected key areas to
develop test questions and determine what areas
staff should bereguiredto demonstrate proficiency.

First, theNorth Region OperationsDirector and
ASPC-Lewisweretested by the COTA Commander,
then testing of the Complex Command staff under
thesupervision of theWarden; theWarden sel ected
ateam of test administrators(sergeants, lieutenants
& COVs) from each unit to be tested and trained
to administer thetest. Then thetest administrators
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administered thewritten examinationfirst, andthen
conducted the practicum oneto onewith each staff
member. Written examinationswereadministered
under the supervision of thesel ected staff. Practical
demonstrations were conducted one to one. If a
staff member did not successfully demonstratethe
technique required, the test administrator
demonstrated thetechnique, then required the staff
todemonstrateasecond timetherequired technique.
Completed tests were forwarded to COTA to be
electronically scored and assessed. COTA staff
will itemizeresultsby complex, unit and staff rank.
An additional comparison of individual scoresis
being conducted to determine when the staff
graduated from an academy and the type of
academy.

To validate the testing process ASPC-Lewis
was selected as the pilot. ASPC-Douglas was
selected as the test group. All security staff will
undergotestingannually.

On-the-Job-Retraining (OJRT)— Curriculum
was developed to initiate a refresher course on
Core Competenciesfor all staff that scored below

the 70th percentileonthewritten examination. The
focus of OJRT is to ensure annually the Agency
confirms that staff can demonstrate consistent
application of sound correctional management in
the daily performance of their duties.

To further strengthen the importance of
Core Competencies, the COTA on-the-job
training programand checklist wasrevamped
to address essential security Core
Competencies.

The Staff Development and Training
Bureau aredevel oping Core Competencies
with other disciplines within the Agency.
Theeffort currently isfocusingonfirst-line
supervision and case management.

Training development — Training is
essential to the success of a correctional
environment. Training must address the
basic skillsor Core Competenciesrequired
foracorrectional officer. Trainingaddresses
fundamental security and inmate
management skills to ensure consistent
application of sound correctional practices.
Training recognizes that respect is a
foundational building block for all areas of
operations and management. An
effectivetraining planincludesboth
classroom and on-the job training
followingtheemployeethroughtheir career.
Training, Executive Development and
curriculumdevelopment will bedevel oped
onthefollowing fundamental principles:
Core Security Practices — Staff
consistently practices basic security by
applying sound correctional management,
whichincludesinmate supervision,
secure custody and control. These areas
underscoreredundancy onthe JOB toensure
inmate accountability and staff safety.
Inmatesupervisionincludesafirm, fairand
consistent approach providinginmatesclear
communications, concise direction and
accountability of their behavior. Effective
custody and control of inmatesresultsfrom
consistent and redundant appli cation of Department
Orders including accountability of tools, keys,
weapons, equipment and physical plant.

Redundancy — Redundancy is basic to

Corrections. Itistheperpetual check andbalance
system used agency wide to ensure consistent
application of required core security practices.
In order for ADC to operate smoothly from the
insideout, every correctional professional must
makeit their missiontoensurepoliciesarebeing
followed, professional standardsarebeing met,
and that we as a team meet the highest of
standards for the safety of our colleagues, our
inmates, and the community. A few good
examplesinclude: Inmatecounts, ingress/egress,
tool control, key control, inmate supervision,
facility inspection, searches and perimeter
weapons

Communication —Open, positive, effective
linesof communicationneedtoexistat all times
among Correctional Officers, Correctional
Officers and Inmates, Correctional Officers
and upper management and between shifts.

Chain of command needs to listen to staff and
promotean environment wherestaff feel empowered
and valued. A breakdown in the line of effective
communicationresultsin negativeattitudesamong
staff and a breakdown in teamwork.

Cadets practicing self defense at the Correctional Officer Training
Academy, one of the critical skills learned during their nine-week

Lack of consistency in thetreatment of inmates
creates safety concerns for staff and erodes the
fundamental principlesand corepracticesof inmate
management. We must at all times remember that
we as a correctional agency are in the “people
business.” Communication with aconsistent, fair
and respectful styleisessential tomaintainall areas
of the correctional environment.

Respect — Wemust practicewhat we preach and
mirror what weteach. Good |eadershipisrespectful
|eadership, relyingonopenlinesof communications,
fair and constructive criticism, positive feedback,
and ultimately trust. Correctional officersaremore
confident when valued by supervisors and when
they have input into the organizations operation.
The same rule holds true for inmates. When
corrections officers are consistently fair and
respectful toward inmates, the prison populationis
lesslikely to becomeagitated and exhibit violent or
aggressivebehavior.

Inevery strategic planning session, akey component management
stressed was better communication between employees at all
levels.
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Understanding Diversity — A wide range of
educational, cultural, economical, demographic,
racial and personal differencesexistinal areas of
prison
operations.
Identifying
a n d
understanding
these
differences
will aidinthe
effective
resolutions
for conflicts
that inhibit
facility
operations.
Supervisors need to understand staff diversity to
allow for effectivecommunicationsand teamwork.
Correctional Officersmust be mindful of diversity
issues when dealing with inmates and resolving
conflicts.

Professionalism — Ethics, integrity and
accountability arethe essential componentsinthis
area. Staff needs to have clearly defined
expectations from supervisors. Supervisors need
tobeopento discussion and conduct themselvesin
a manner that encourages staff to seek them out
when questionsand conflictsoccur. Staff needsto
seek feedback and guidancefromtheir supervisors.
Dress, demeanor, and a friendly, approachable
appearance contribute to the overall effectiveness
of inmate management and the saf e operation of the
facility. Problems need to be addressed through
consistent management practicesproducingtangible
resultsthat are communicated
at all level sof theorganization.

Training Program
Enhancements — Specific
emphasis will be placed on
certain critical training
programsto ensureemployees
are provided instruction that
will helpthem succeedintheir
current positions as well as
prepare them for promotion.
The areas of emphasis are:

Field Training Programs —
We value experience. The
Staff Development and
Training Bureauisdeveloping
on-the-job (OJT) training
programs for a number of
positions and posts, while
preparingmoreField Training
Officers to serve as mentors
for newly appointed staff,
starting first with Sergeant and
CO Ill positions. We are
conducting a pilot on the
SergeantsOJT at Winslow the
end of August.

Pre-service Academy —
COTA expandedthecurriculum
from seven to nine weeks
effectiveOctober 4, 2004. The

The ADC workforceismade up of adiverse
groupof employees. Under standing Diversity
isessential for better communication.

increased training time focuses on additional self-
defense training, additional OJT in the field,
increased practical application, introduction to
Victims Services and Restorative Justice, Mental
Healthissuesand advanced emergency procedures.

First LineSupervision: Emphasiswill beplaced
on enhancing first line supervision training. We
plan to have 4-8 hour seminars on current topics
suchas*HandlingaProblem Employee”, “ Providing
Accurate Performance Feedback” “ How to Mentor”
and others.

Career Development:
Development &
Training will be
addressingarepre-
promotional
training and career
mapping. An
emphasis will be
put on preparing
our best and
brightesttotakeon
the role of
supervision. We
will partner with nineweeks.
other training
entitiesto broaden our training opportunities.

Specialty Needs— Staff Development & Training
will focus on the needs of disciplines other than
security. The first group we are reviewing is
physical plant staff. Additional security needssuch
asVisitation Academy and Transportation Academy
will becompleted.

Two areas Staff

Goal 8: Providean environment that affectsand

ADC started a Field Training Officer pilot program at Winslow for newly appointed promotees.

COTA hasexpanded itstraining curriculumfromseven to

sustainscultural change and improvement.

The Agency leadership has embarked on atrue
effort to change the culture and atmosphere of the
department. Itiseachindividual’ sresponsibility to
maintain the professional work environment that
we expect at all times. Change and improvement
does not start with everyone else, it begins with
eachoneof usindividually committingtothegoals,
objectives, mission, and professionalism of the
Agency.

Thelnspector General’ s Office hastaken onthe
following initiatives which will assist us in

establishing the professional
work environment each of us
desire and deserve.

Revision of DO 501,
EmployeePr ofessionalism,
Ethics, and Conduct The
revised Director’ sInstruction
places added emphasis on
leaders at all levels. From
clerical staff to Wardens,
everyone is a leader. All
employees need to lead by
example,conducting
themselves and creating an
environment in which we want to work. Each
individual expectsotherstomodel thissamebehavior.
Reporting unprofessional conductisaresponsibility
we all must share.

Therevised DO 501 al so recognizesand rewards
positiveconduct. For example, thedepartment will
provide recognition for good attendance, strong
communication, and positive problem solving.
Conversely, the department will take swift action
upon those who do not act
appropriately or fail to report
actions of otherswho arenoin
compliance. Another exampleof
recognition will be the master
classseriesthat wasdiscussedin
the previous segment. What we
accomplishwiththisrevisionis
moreof abalance- theconsistent
ability to recognize and reward
positive conduct as well as
recognize and discourage
unprofessional conduct.

Sanctions for unprofessional
conduct, particularly intheareas
of sexual and workplace
harassment violations, will
provide us with the method for
immediate action to discourage
and eliminate this ever-present
problem in our professional
environment.

Revision of DO 508,
Employee Discipline — The
revised of DO makes more
consistent guidelines to ensure
fairness and equity in our
disciplinary practices. Thenew
guidelines help to ensure
individuals who are disciplined
for similar offenses receive
comparablediscipline.
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Revision of DO 601, Administrative
I nvestigations—Updated training in the areas of
employeerelationsand personnel ruleswill provide
the administrative investigations staff with a
better sense and direction. The Revison of DO
601 streamlines and improves the process,
eliminating many Red Book investigations. Staff
arrest investigations will be conducted at alocal
level through the use of a Supervisor Complaint
investigation. The Administrativelnvestigations
Unitwill continuetoinitiatethe staff arrest cases
from Significant Incident Reports, and forward
the Supervisor Complaint with a control number
assigned to the Approving Authority for
investigationat thelnstitutionlevel. Thisprocess
change will ensure that an employee has the
opportunity to provide his’her account of the
incident to supervisors prior to corrective action
considerations. Additionally, thecurrent process
of “linear decision making” isbeing reviewed as
it relatesto the correctiveaction recommendation
inred book investigations. A more efficient and
fair practice of consensus decision making for a
singlerecommendationisbeing developed. Red
book investigationswill be conducted only when
factsareindispute, and thenatureand scopeof the
alleged violation is beyond the resources of the
requestinginstitution. Therearecertainincidents
in which an administrative investigation will be
required. Death or serious injury of an inmate,
allegations of sexual harassment, and alleged
violations of Equal Employment Opportunity
practices will be elevated to a formal red book
investigation. Thecurrent and proposedrevisions
to DO 601 are intended to provide fairness and
consistency, aswell asexpedited closure. However,
the revisions will not preclude an Approving
Authority from reguesting assistance from, or
elevatingacasetothe Administrativelnvestigations
Unit.

Peer Review Assessment Team member sreceivean award at the August 19rollout. Left
to Right: Jeff Hood, Linda Higginbothan, John Hallahan, Delena Carillo, Vance
Parisot, Dora Schriro, John Gay, Denise Holbrook, Mike Smarik, Shelly Sonberg

and Raymond Nunez

Revision of DO 603, Polygraph Services —DO
603 is revised to curtail polygraph tests absent
significant and extraordinary circumstancesinwhich
case, the Division Director of Support Services
approvestherequest. Thisrepresentsasignificant
changeinthe ADC environment, andisonly one of
the many specificinitiatives underway in the area
of investigations. These changes do not affect the
polygraph process, the Agency’ sability to polygraph
inmatesor itsusein criminal investigations.

Peer Audit Review % A peer review of core
competencies and practices was established in
January. The Peer Audit Review (PAR) has
become our new inspection model relying on
subject matter expertsthroughout ADCtoidentify
and implement the best core practices available.
Thisisnot a“gotcha’ typereview. The assigned
teamreviews29identified corecompetencieswithin
each unit and complex in the ADC system. When
aproblem isidentified, the team will make every
effort to address and resol ve the issue on the spot.
Thoseitemsthat can not beaddressed immediately
will requiretheWardento submit anactionplanfor
resolution. Thereview takestwo weeks, and upon

Peer Review assessment of every complex’s security operations now occur annually. Every complex will completeitsfirst
review this fiscal year.

completion the Warden is
provided thereport of findings.
ItistheWarden’ sresponsibility
tobrief theexecutiveteam, and
provide the action plan. This
reviewistruly designedto assist
the prison managers in their
efforts to run safe and secure
facilities.

This new process has been
applied at ASPC-Lewis and
ASPC-Douglas. Wardens and
operationsstaff havebeenvery
encouraged and empowered by
the Peer Audit Review process.
The Inspections team will be
visiting each institution within the fiscal year to
perform the audit.

With implementation of the above changesin
policy, the leadership of the Agency is confident
that cultural change and overall process
improvement and employeesatisfactionwill result.
The goal is to change an environment where
employees once believed there was an over-
emphasisondiscipline, unfairnessinthedisciplinary
process, alack of positive recognition and lack of
employeeparticipationintheimprovement process,
into apositive, fair and equitable environment.

How will we know how we are doing?
Evenafter weperformeach of theidentified activities
proficiently, the Agency must be ableto determine
if what we are doing is working. In order to
determineif we are meeting our stated objectives,
theDepartment hasidentified performancemeasures
that will help track our progress and evaluate the
effectivenessof our programs. Someof themeasures
will be included monthly in “Corrections at a
Glance,” areport which is posted on the intranet
and internet for anyone to view. The measures
included will be primarily ones that we want to
report externally. Wewill have additional measures
that will beof valueto each of thedivisionsand help
usto identify where additional work is necessary.

Tt epartment of Corrections

“nvémher +« 2004
\/Z

CORRECTIONS
AT A
GLANCE

azcorrections.gov
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Director’s Office

Deputy Director Gary Phelps

Goal 8:

Goal 9:

Director’'s Office: Betty Cassiano, Dan Levey, Robin Wilkins, June Race, Cam Hunter, Deputy
Director Gary Phelps, Tim Lawrence, Judi Book, Darryl Shafer, Virginia Strankman, Bob Myerswith

Director Dora Schriro.

Reachingtheplan’ sninegoalsrequiresrethinking
how we approach the JOB on every level at ADC
including the Director’'s Office. Today, the
Director’ sofficenowincludesConstituent Services,
Victim Services, Labor Relations, the General
Counsel, Legislative Services, and Public
Information.

Constituent Services provides support to
family andfriendsof inmatesandthosewhoinquire
on their behalf. The constituent servicesliaisonis
the link between offenders and the department,
hel ping toidentify legitimate concernsand resolve
underlying problems. Identifying and addressing
offenderissuespromptly and professionally reduces
the number of inmate grievances, lawsuits, and
improves staff safety by achieving greater inmate
compliance with policies and procedures. We do
so by providing families, friends, advocates,
legislators, and citizens with a means of
communicatingwithADC staff, appedingdecisions
and lodging complaints. Inaddition, theLiaisonis
responsiblefor the production and updating of the
ADC Information Guidebook for Families and
Friends of Inmates, and for development of a
training program for ADC staff.

General Counsel coordinates with internal
staff andthe Officeof theAttorney Generd regarding
highprofilelitigation. Retired State Supreme Court
Judge Robert Myers heads up this department.
Under hissupervisionlegal staff preparesopinions,
correspondence, reports, issues papers and a
variety of other legal writings on behalf of ADC.
TheGenera Counsel informs, discussesand guides
ADC's Director, Deputy Director, Division
Directors, Wardens, and other top level staff on
legal issuesconcerning ADCincludingfor example
defensepreparationfor pendinglawsuitsandclaims
involvingthe Department anditsemployees. Italso
includes providing information to Department
employees and others with respect to basic legal
andpolicy issues. General Counsel alsoresearches
facts, interviews staff, obtains relevant
documentation, and responds to civil litigation
discovery requests filed by inmates, staff and

others as requested by the Office of the Attorney
General, Risk Management and contract attorneys.

Legislative Liaison follows  state
lawmakers'involvement in legislation impacting
ADCanditsoperations. Thissectionisresponsible
foridentifying, devel oping, coordinating, managing
andmonitoringlegidationonbehalf of theDepartment
of Corrections. The Legidative Liaison informs
legislatorsabout ADCissues, and assiststheDirector
in finalizing correspondence on key policy issues
and other critical matters. The Legisative
Liaison also interacts on the Department’s
behalf with other governmenta entities as
required by the Director, and coordinates
thorough and accurate responses to
informational requestsand constituentinquires
fromthelegidature.

Labor Liaison serves as the Director's
liagisonwith EmployeeOrganizationsincluding
but not limited to the Arizona Correctional
Peace Officers Association, the Arizona
Federation of Federal, State, County,
Municipal Employees, the Fraternal Order of
Police and the Latino Peace Officers’
Association. The Labor Liaison positionwas
established by the Director to create a venue
for addressinglabor issuesthat fall outsidethe
formal processes already in place. Darryl
Shafer was selected as the Administrator for
theOfficeof Labor Relationsin August. One
of the first topics addressed by this office is
the use of mandatory overtime and its effects
onstaff. Thispolicy isbeingrevisedwithinput
of thestaff affected by itsimplementation. An
advisory board is now forming to improve
communication with all staff regardless of
representation.

Public Information Office manages all
calls from local and national media outlets
including newspapers, magazines, television
and radio stations. This office is responsible
for the content and publication of ADC's
internal newspaper, “The ADC Post” aswell 0
asthe content on our ADC website. ThePlO  *©

Strategic Issue 4: Providing victim-focused and victim-
friendly servicesto crime victims and survivors.

Expand victims' access to the Department,
provide meaningful contact for victimswith
offendersand offer credible support services
tovictims and their families.

Provide opportunities for offendersto be
involved in victims' focused activitiesthat will
help them better under stand the impact of
their criminal conduct on crime victims and
to make amendsfor their unlawful behavior.

works with the Director, the Deputy Director and
Division Directors to help educate the public on
ADC operations and events. The PIO also serves
as aliaison to the Governor’'s office.  Since news
is a 24-hour industry, the PIO is always on-duty
responding to emergency callswhenever and where
ever they may happenwithintheADCagency. This
officeisalso responsible for mediatoursof prisons,
media appearances by the Director and other
department employees.

MEMORIES LIVE (}N

200 gather to remember

murdered loved ones

ThePublicInformation officeworked closelywith Victims’ Services

bring the Day of Remembrance for Murder Victimsand Families
the public’s attention.
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Constituent Legidative L abor Public Victim Genera
Services Liaison Rdations Information Services Counsgl

ASPC-Lewis corrections professionals deliver furniture and toys for children who are victims of crime.

— -

Victim Services Office servesvictim advocacy
groupsandindividual crimevictimsincluding staff
whoarevictimsof workplaceviolence. DanLevey
iSADC'sVictims RightsAdministrator. Hisoffice
handlessensitiveand oftencomplex communication
between ADCand crimevictims. Thissection also
conducts special projects notably, designing and
implementing ADC' sfirst Victim Services Program.
Director SchriroreliesonVictim Servicesassistance
indrafting policiesandrecommendationsrelatingto
commitment. Victim Services staff also speaks
publicly tonumerousgroupsand agenciesregarding
victims and their rights in Arizona, ADC victim
programs and restorative justice programs. In
addition, Victim Services works closely with
advocacy groups such as Mothers Against Drunk
Drivers, Parents of Murdered Children, Inc.,
HomicideSurvivors, Inc., VerdeValey Sanctuary,
DomesticViolenceServices, AreaAgency onAging,
CochiseCounty Elder AbuseTask Force, Southern
ArizonaCenter Against Sexual Assault,andArizona
Victim ServicesCodlition. Ourvictims' liaisonalso
helpswithcrimevictims' classes, advisory boards,
and responds to staff victimization. The hearing
process often retraumatizes victims which iswhy
Victim Servicesroutinely accompaniesvictimsto
court. Withtheguidanceof Victim Services, wardens
at each prison overseetheagency-wideRestorative
Justice programwhich encouragesinmatestogive
back tovictims’ organizationsand theindividuals
they haveharmed; for exampl e, inmatesmaketoys
andfurniturefor childrenwhohavebeenvictimized.
Another function of the Victim Servicesincludes
assisting Arizona's Governor as an advisor for
victimsand performsjobrel ated dutieson behal f of
theGovernor whichincludes, but arenot limitedto
spesking engagements, legidationandpublicpolicy,
responding to constituent inquiries from victims,
servingoncommitteesasrequested by theGovernor.
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Deputy Director Gary Phelps and Dan
Levey, adminigtrator for VictimsServices, delivered
apresentation on theimplementation of Strategic
IssueFour, Victim Services. Thepresentationincluded
anin-depthlook at strategicissuefour, arollout of the
ADCFive-Y ear Strategic Plan and an overview of
theDirector’ sOfficenew organizational chart,which
now includes constituent services, victim services
andpublicinformation.

Strategicissuenumber four focusesonproviding
victim-focusedandvictim-friendly servicestocrime
victimsand survivors. A main component of the
srategicissueisRestorative Justicewhichemphasizes
theimportanceof el evatingtheroleof crimevictims
and community members through more active
involvementinthejusticeprocess, holdingoffenders
directly accountabletothepeopleand communities
they have violated, restoring the emotional and
material slossesof victims, and providing arangeof
opportunitiesof dial ogue, negotiationand problem
solving.

Mr. Levey unveiled the new ADC Office of
Victim Services, anofficetoempower crimevictims
and survivors, hold offendersaccountabl ethrough
restorativejusticeprogramming, andgeneratepublic
awarenessand outreach about crimevictimsrights
and needsthroughvictimfocusededucation, training
and services, offender involvement in resource
development and restorative community services
andby intergradingvictimsensitivity intoall aspects
of thedepartment.

Levey also reviewed why post
convictionrightsandservicesarecritica
tovictims. Hehighlightedmany of the
victimrestorativejustice projectsthe
Department hasal ready accomplished
such asraising over $18,000 for the
ArizonaCoditionfor Victim Services,
building memorial stovictimsaround
Arizona and crafting children’s
furniture, and he provided aglimpse
into the future of ADC's Office of
Victim Services. Hetouchedonplans
tostart victimimpact on crimeclasses
andanadvisory boardand several other
victiminitiatives.

Special guest, MarciaHarmon, the
State Director for Mothers Against
Drunk Driving, joinedtheDepartment’s
presentation to tell the staff what
MADD'’s expectations are of ADC,
andwhat her thoughtsareregardingthe
relationshipthat hasstarted betweenthe
organization and ADC. Simply put,
Ms. Harmonwasvery excited withthe
partnershipbeingformedwithvictims
groupsand ADC.

Each of these children’s picnic benches and miniature lounge chairs are
handcrafted by ASPC-Lewisinmates.

b

Thesewoodentrains, trucksandracecar toysarehand carved by Eymaninmates
for childrenat Arizona’ sdomestic violenceshelters.
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'] R
- —
NS
News

CIHANFEL

Advocates and family members gather at ADC's Central Office courtyard to remember Murdered Victims in Arizona and around the world.
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alling with Strong Ethics

By Bob Myers, General Counsel

Although | have been hereashort time, | quickly
learnedthat ADC hasagreat bunchof very principled
and dedicated professionals who teach, who lead,
who arediligent, who agree that we are stewards of
the public trust and resources, and who treat ALL
other people with respect and fairness. Those are
our principlesand values, and in thinking of them, |
am reminded that inmates need our hand, not our
disdain, even though these same inmates make our
jobstougher because many of them have no code of
ethics and many are anti-social, with no care
whatsoever about other human beings.

AbrahamLincoln, commentingonrightandwrong
inaspeechinPeoria, lllinois
on October 16, 1854, said:

“Stand by anybody that
standsright. Standwithhim
while heisright, and part
with him when he goes
wrong.”

Our Agency Vaues,and
Vision and Mission and
Professional Principlesand
Code of Conduct, which
youfindprintedinthisissue
of the Post, have been
established by many
previous directors. These
“rules” or “laws” or
“codes’ are reminders to
al of us.

Lawyers, doctors and law enforcement
professionals are three professions that have very
rigid codes of conduct and ethical principles, and
memberswhoviolatethosestandardsaredisciplined.

Another great quotefromLincolnis,“ Resolveto
be honest at all eventsand if in your own judgment
you cannot bean honest lawyer, resolveto behonest
without being alawyer.” (Notesfor aLaw Lecture,
July 1, 1850)

“Ethics” comes from the Greek word meaning
“character” and “custom.” We aso call ethics
“principles’ or “standards of human conduct,” and
“moras’ and “mora philosophy.” Perhaps every
civilization which has ever existed has had amoral
creed and codewhi chisexpected of itscitizens. For
aslong as people have been living in groups, moral
andregul ated behavior hasbeenviewed asnecessary
for the group’ swell being. One notable mora code
isthe Ten Commandments. Another notable moral
sayingisby Confucius, China sgreatest teacher and
philosopher, born in 551 B.C.,“ To know what is
right and not to do it is the worst cowardice.”

Somephilosophersinhistory invoketheauthority
of thewill of agod astheauthority for good conduct.
But atheists also encourage good conduct, as do
naturalistsand all manner of different philosophical
thinking. Many who study theissueof ethicstiegood

conductto“reason” —“Whenreasonrules,”
they suggest, “good behavior is expected
toresult.” Socrates, thegreat Greek thinker,
wrote that education can make people
moral. Asweasacivilization becomemore
educated as a people, perhaps we become
more “moral.” Perhaps the lack of
education of so many of our inmatesispart
of thereasonfor their criminality. Certainly
thatisoneof theDirector’ smajor initiatives
as she strives to educate our inmate
population.

Everyone has their own reason for
thinking about ethics and
following a mora code. For
some, itisasbasicastheGolden
Rule: “ Do unto others as you
want others to do unto you.”

This subject of ethicsand
professiond principlesisrelevanttoADC
because of what the Blue Ribbon Panel
reported, “At the time of the hostage
situation, the Morey unit suffered from
complacency and a general lack of
professionalism. While most of the staff
performedadmirably duringtheincident,
thereweremany administrativeerrorsin
the preceding months and years.”
ADC'sgreatest principleiswritten on
our new flag: “We Strive Toward
Excellence.”

The “We" is all of us. The way we spread the
ethical and professional message to all of the
employees of ADC is to lead by example. The
ArizonaSessionLaws, 1992, states, “ Itisthepublic
policy of this state that al public officers and
employeesshall dischargetheir
publicdutiesinfull compliance
with the applicable laws
concerning ethical conduct.”

TheArizonaAdministrative
Code says. “All state service
employees must maintain high
standards of honesty, integrity,
and impartiaity, free from any

personal  considerations,
favoritism, or partisan
demands.”

| mention these as only two
examples of state lawsthat are
intended to ensure that we as
state employees “do the right
thing.” Aside from the good
mora reasons for good ethics,
therearegood legal reasonsas
well.

George Washington, the
father of our country, wasvery

With strong ethicsADC will set sail for flagship status

big on civility and ethics. He carried with him his
wholelife, anotebook into which he copied his110
Rules for Civility. A few of his rules that seem
applicableto ADC are:

#3. Contradict not at every turn what others say.
#5. Associateyoursel f with menand women of good
quality if you esteem your own reputation for 'tis
better to be alone than in bad company.

#110. Labor to keep alive in your breast that little
spark of celestial fire called conscience.”

Wetreat everyone with respect and fairness. At
ADC, that includes everyonewe comeinto contact
with each day. For those of usin the central office,
it meanstreating theinmatework crew with respect.
We say “good morning” and “thank you” to them,
just as we would to our co-workers. It also means
being as respectful and friendly to the lowest paid
employee as we are to the
Director. It means returning
phone calls promptly, within
24 hours, whether the call is
from a VIP, or from an ADC
employeewhomyouhavenever
met, wholeavesyou amessage
asking for help that you know
will take up more of your
valuabletimethanyoumay feel
youcangive. Tregtingeveryone
withrespect andfairnessmeans
treating everyonethat youcome
in contact with the same way
youwould liketo betreated. If
you don’'t appreciate being
ignored, don’ tignoreothers. If
you don't appreciate being
sniped at, don’t snipeat others.
If you wish others would do
their job, then do yoursto the
best that you can.



Agency Values Agency

Prizing staff as our most valuable resource. Strengtheni ng Publ|
Rewarding staff performance that contributes to Commun_l tiesthrot
our shared values, mission, and goals. InCorrec

- Treating every person with integrity and respect.
Promoting a high quality of work life.

- Affirming leadership and professionalism are
responsibilities shared by all employees.

Holding each individual accountable for their
actions.

ARIZONA DE|

Empowering al individuals to contribute. :
Strive

10y, -

We

- Celebrating our successes.

Learning from our mistakes.

Providing an environment in which everyone
can be safe, civil, and productive.

OF CORR

Remembering people can change when provided
opportunity and positive reinforcement.

- Offenders are responsible to repair harm they
caused to crime victims.

Agency |

The Arizona Department of Cor|
recognizes a well-trained, profes
and protect our communities anc
effectively employing the field's
proven pre-release programming
and reintegration of ex-offender:
citizens.

- Treating al crime victims with fairness, respect,
and dignity.

Incorporating Restorative Justice in our
corrections policies and processes.

Devel oping meaningful community partnerships.

- Always using scarce resources wisely.



y V1Son Code of Conduct

ublic Safety in Our | abideby all of thelawsof the United Statesand

the State of Arizona and model the profession’s
1rough Excellence highest level of ethical and moral behavior at all
‘rections times.

| perform all of my work assignments in a
responsible manner because the public’s trust
and confidence in the department restswith me.

| am aways diligent in the performance of my
dutiesbecause my every action affectsthe safety
and security of others.

'EPARTMENT

| am proficient and strive for excellence in my
work performance.

| pursue continuous professiona growth and
devel opment, seek self-improvement and accept
constructive criticism.

| am ateacher and a leader.

IRECTIONS

| am professional in al that | say and do in the
workplace.

| report misconduct.

- - | celebrate others successes.
'MISS0Nn
Corrections recruits and
rofessional work force to serve
s and their crime victims by
ad’'s best security practices and

ming to prepare for the release
nders as civil, productive

| communicate honestly and appropriately in
word and action.

| recognize and respect the similarities and
differences in those who work with us and
those who we serve.

| treat everyone with respect and fairness.




